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Litroducon

Under Public Laws 0-35a, e Act f 1964 as

amended by the Equal Emplovrrnr Opportunity Act of 19721 all institutions af

high,L.r both public ard privute that have

required to keep records and ton make such repor

mar- -,mployees are

-ally to the Equal Employ-

ment Opportunity Comrnision thS are specified ia the. regulation of the Commission.

Until the 197' amendment-, Titla VII did not apply to educational and the

Equal Pay Act did not cover professioral amd administ ative personnel. Although

empio -lent discrimination has been ruled by courts to br prohibited by the

Civil Rights Acts of 1866 and '&70 and the .-7-quid Protection Clause of the 14th

A. -ndments to the constitution, this spectra persiots to plague not only the

private sector but also p1,7oe our -d co ' our educational system.

It is hoped rhat through a utiiiation avail bility analysis; it will be

possible to identr y some of the

the setting of se

achieving them that

in eas of under-utilization and ihrou

r =surable goals and reasonable time tables for

oblem of under-utilization can gain the aLtootion

needed to rectify the problem. The main purpose f a sy. e approach

gat.har data Alould be to develop goals a d time tabl s te target on utilization

of minorities, males, and femaL

-identified.

-g port is _The folio 4 fa

each area under-utilization has be

empt to systematize and to establish a

ystem' approach toward facilitating the herculean task of :;athering data to

Implement a ut liz tion. availabili

at a large university.

01Yectives
_

I. To establi

__lysis and to set goals and time tabi

strong institutional policy and commitment toward

equal employment opportunities
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2. Analyze esent w rk force to identify job, department, and units

where minorities and females are underuLilized

To set s ic measurable attainable hiring and promotion goals with

target data in each area of under-utilization

4. Review and revise all eMploynent procedures to assure that they d

have discriminatory effect and that they help attain goals

Focus on getting minori and females in upward mobility and relevant

trai ing tracts where they had no previous access

6. Develop systems to monitor and measure progress regularly

7. To determine sexual make up, ethnic origin, rank, and 1-vel of

culoyment of faculty, administrato s, and staff of the imtitution

in order to determine under-utiliza ion of minorities and fem les

8. To set goals and time tables fo_ one and three year periods

9. To prepare all need.6d data for federal and state regulatory a_encies

10. To determine where policies and practices have had the effect

denying equal employment opportunities and benef:its to certain

groups of persons on a discriminatory basis

To identify where-over concentration of certain groups occupy the

work force.

Asspi4ons

1. The setting, for the implemen ing of the 'system7 in a large university.

2. The university upon acceptance is utilization availability analysis

and goals and time- tables will take p- -ive action to correct any

deficiencies.

A computer sys em for setting up and gathe ing data for the purpose

of conducting an affirmative action utilization availability analysis

exists at the universi-y.
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The nscitu philosophy, goals, and objectIves are in accord

with the affirmative action's philosophy, goals, and objectives.

5. The affirmative action staff involved in the utilization availability

analysis is experien -d and knoudedgeable with the utilization

availability analysis process.

6. The equal opportunity officer and his or her staff recognizes and

app

lit 1

elates the systems approach to t e implemen ation of the

ization availability analysis and that it is a very practical

and effective means of dealing-ith the complex problems encountered

in the implementation of such a system.

The utilization availability analys s will provide the basis for

the establishment of goals and time tables to correct under-

utilization which may exist.

The flow chart activities will provide a systematic method for

initiating a utilization availability analysis delivery system.

Definition of Terms

Unda ut izatic' 13 defined as having fewer minorities and -o en in a

particular occupattonal classification than would reasonably be expected by

their availability.

Goals d TimL2 Tables As part of the affirmative action obligation,

Order requires a cent to determine whether women and

miaorities are under-utilized in its employee work force and if that is the

case to devel,T as, a part of its affirmative action program specific goals and

time tables desigled to overcome that under-utilization.

022rtiamity Director, -- Ube person responsible for the implementation

and continuation of the philosophy, goals, and objecti es of the affirmative

action plan.
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4

- The two graduat-s ind the one undergraduate

student interns working in the equal opportunity otfice. The-- interns are

working on a part-time basis.

Commission -- Refers to the equal employment opportunity commission es

hlished under Title VII -f the Civil Rights Act of 1964.

OFCC -- Refers to the Office of Federal Contract Compliance, U.S.

Department of Labor, established to implement Executive Order 11246 (as

amended).

OCR Refers to the Office fOr Civil Riglits of the Department of

Health, Education, and Welfare established to enforce Title VI of the Civil

Rights Act of 1964 (P.L. 88-352), Tit o IX of the Education Amendments of

1972 (P.L. 92-318), che Comprehensive Health Manpower Training Act of 1971

(P.L. 92-157), as amended by Public Law 93-348, and the Nurse Training Act of

1971 (P.L. 92-158).

Hiher Education R o tin Co_- tee -- Representing the Commission,

OCR of HEW, and OFCC for the purpose of administering this reporting system.

kforce Anal -i- -- A listing of each job t tie as appears iu applicable

collective bargaining agreenents or payroll records (not job group) ranked

from the lowest paid to the highest paid within each department or other similar

organizational unit including departmental or unit supervisor.

Prime Contractor -- Any employer having a government contract of any

federally assisted construction contract or any employer serving as a

depository of federal government funds.

EEO- -- On May 29, 1975, the Equal Employment Opportunity Commission

published in final form the Higher Educa ion Staff Information Report (EE0-6),

a joint requirement of the EEOC, Office of Civil Rights, HEW, and the Office

Federal Contract Compliances. This report requires centain job groupings

7



within EE0-6 primary occupational activicies by wage or salary intervals. To

minimize workload for the university, an acceptable _ethod of arranging data

is by title, by appropriate organizational unit within these EEO-6 categories.

Utilization AL1_4_1ys:it' -- Such an analysis co-sists of combi '-, non-stu-

dent job titles into job groupins, determining the availability of minorities

and women for each group, in light of skill requirements, recruitment area,

promotable individuals, etc., and then determining if minorities and women in

job groups correspond to their availability.

Af fir Ac_tion Requires the contractor to do m -e than ensure

employment neutrality _ith regard to race, color, religion, sex, and national

origin. The employer must make additional efforts to recruit, employ, and

promote qualified members of groups formerly excluded, even if that exclusion

cannot be traced to discriminatory action on the part of the employer.

Equal Opporthia -- The right of all persons to work and to advance on

the basis of merit, ability, and poten ial.

Laws anjirLd2IE-orti
1. Tit e VII of the Civil R hts Act of 1964 (as amended by the Equal Employ-

ment Opportu ity Act of 1972).

Title VII prohibits discrimination because of race, color, religion,

sex, or national origin, in any term, condition or privilege of employment.

Thenttlp-orttp_j1y_litAct .of 1972 greatly st engthened the

powers aad expanded the Jurisdiction of the Equal Employment Opportunity

Commission (EEOC) in enforcement of this law.

As amended, Title VII now covers'

-- All private employers of 15 or more persons

-- All educatic institutions, public and private

-- State and 1-- i governments

-- Public and private employment agencies



-- Labor unions with 15 or more members

-- Joint labor-management committees for apprenticeship and training.

EEOC receives and investigates job discrimination complaints

when it f nds reasonable cause that the charges are justified, attempts,

.-through conciliation, to reach an agreement eliminating all asdects of

discrimination revealed by the investigation. If conciliation fails, the

1972 A e dments give EEOC power to go directly to court to enforce the law.

L\InoLIg 0 important strengtheaing proJisions, the 1972 Act also provides

that discrimination charges may be filed by organizat-lons on behalf of

aggrieved individuals, as well as by employees and job applic ts them-

selves (The tarter may also go to court directly to sue employers f:-

alleged discrimination actions.)

With ther:e new powers, EEOC legal a,-tions against empl yers

violating the law will increase rapidly and significantly. Five new

regional litigation centers hay established, with substantial

legal staff to provide more rapid and effective court action.

The certainty of increased legal action, and consis ent record

court-required affirmative act on to remedy discrimination found under

Title VII, emphasizesthe advantage to you, as an employer, of instituting

an effective affirmative action program voluntarily and speedily.

Executive Order 1146 (as amended by Executive Order 11375).

This Order issued by the President in 1965, re uires Affirmative

Action Programs_ by all Federal contractors and subcontractors and requires

that firms with cont acts over $50,000 and 50 or more employees icy.lcIp_g_ild

ITRjment written programs, which are monitored by an assigned Federal

compliance agency.

Specific requirements for such "result-oriented" programs are spelled

out in Revised Order N. 4 issued by the Office of Federal Contract
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Compliance, U.S. Department of Labor. Th- e requirements include identifying

areas of minority and female "underutilization, numerical hiring and promotion

goals, and other actions increase minority and female employment in jc

classifi-ations where they are currently underutilized.

Firms found not in compliance with Order No. _4 may face termination

or cancellation of contracts or be barred from future contracts.

Requirements of Order N. 4 are similar co court interpretations of

Title VII requireunts.

Eoual Pay -t of 1963

Requires all employers subject to the Fair Labor Standards Act (FLSA)

to provide equal pay for men and women pe forming similar work. In 1972

coverage of this Act was extended beyond employee_s covered by FLSA to an

est' a ed 15 million additional executive, adminis_rative and professional

employees luding academics administrative personnel and teachers

elementary and secondary schools) and to outside salespeople.

4. Ae Discrimination in EmfilpyLID/LjyLtj.21_127

Prohibits employers of 25 or more persons from discr: inating against

40-65 in any area of employment because of age.

5. Title VI of the Civil W-1-ts_ Act of 1964

Prohibits discrimination based on race, color or national origin in

all programs or activities which receive Federal financial aid. Employment

discr- ination isprohibi ed if a primary purpose of Federal assistance is

provision of employment (such as apprenticeship, training,

similar

agencies prohibit discriminatory employment practices in all progra-

such practices cause discrimination in os provided to program

beneficia ie . This could be unequal treatm nt of beneficiar es or in

rk-study, or

ims). Revised Guidelines adopted in 1973 by 25 Federal

sorvic

1 0



hiring or assignmen

social

_ounsellors, trainers, faculty, hospital staff,

kers or others inorganiz- 'onsreceiving Federal funds. Although

Title Vi does not explicitly bar sex diseriminat on, various Federal

agencies have prohibited such discriminati in :heir own regulations.

6. State and_

Many state and local government laws prohibit employment discrimination.

eTnert EEOC receives discrimination charges, it defers then for a limited

time period to certain state and loc 1 agencies -ith comparable jurisdiction

and sanctions. Determination of which agencjes meet this

"deferral" standard is continuing process. Procedures of these agencies

and their requirements for affirmative action vary, but if satisfactory

remedies are not achieved- charges revert to EEOC for res lution. In any

case, employers should be familiar with requirements of their local laws.

7. The -National Labor Rela ons Act and Related Laws

Discrimination on the ba :s of race, religion, or national origin

may violate r ising under these laws. It may be unlawful for

employers to participate with unions _ in the commission of any discriminatory

practices unlawful under these Acts, or to practice discrimination in a

manner which gives rise to racial or other divisions among employees to

the detrim nt of organized union activity; or for unions to exclude

individuals discriminatorily from union membership, th _eby causing them

to lose joh opportunities, to discriminate in the representation of union

hers of non-members in collective bargaining, in pro essing of grievances,

in other respects, or to cause or attempt to cause employers to enter

into discriminatory agreements or otherwise discriminate against union

members or non-m- bers.
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Education Amendments Art of Pin

In additi to extending coverage of te Equal Pay Act, prohibits

discrim ion on the basis of sex against oploy.911 ot students of any

educational institution receiving Federal fnaucia1 aid. Provisions

covering students are similar to those of Title VI of 1964 Civil Rights

Act.

0

Employment discA ination has also been ruled by -our s t

prohibited by the Civil Rights Acts of 1866 arld 1870 and the Equal Protection

Cla ---, 7f the 14th Amendments to the COnSLittl ion. Action under these laws

on behalf of individuals or groups maY be taken bv individuals, private

organizations, trade unions, and other grouP$.

Stortirtg Point

Process or AC

defined Process or Activity

Flow Oirection

Cell Identification
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Documentation f Sys ems

Cell _1. -- The philosophy, goals, and objectives af the institwLion are

effected by the -flue in which it exists. The factors that affect thT ia8titution's

philosophy, goals, and objectives toward conducting an affi native action utili

zation availability analysis, and the setting of go:1- and time tables a e input

for the set- ng up of the necessary conditions by the institution, Input fm the

President, Academic Vice President, Governing Board, Equal Opportunit, Coordinat

the Equal Opportunity Council, and the Equal Opportunity Dir ctor a-e -f prime

impo tance to facilitate th, gathering of the mandated data.

A joint reporting committee will represent the fegleral regulatory agencies:

The Office of Civil Rights (ORC) of HEM, the Office of Federal COntract Compliance

(OFCC) of the Depa_iment of Labor, and the Equal Employment Opportunity Commission

(EEOC).

State regulat-_y agencies such as the State Civil Rights Commission and

the State Equal Opportunity Coordinator will also have an effect on the types

of data which will have to be gathered.

Cells 1.1, 1.2. and_1.3 Communications, Human Relations, and

e

Personal Ass i.it lik rilroe important factors that are esrential throughout

the process.

Cell 2 -- It is imperative that the university's chief executive's

attitude be positive toward affirmative action and should be publicized to all

university personnel. The chief executive will make every effort within the

authority and resources granted to him or her to insure that the institution not

only complies with the law o the land but promotes and affirms in action apd

deeds its intent. The Prsident receives recommendatoris from the EO Council

and in turn recommends to the Governing Board policy relative to equal

employment opportunity.

16



12

Ccli 2.1 -- The ED Director reports to the Academic Vice President for the

purposes of keepirtg him informed on the progress of the affirmative action plan.

The Academic Vice Presidrts decisions and recommendations are appealed through

the President to the Cover 'ng Board.

Cell
_

- All decisions and actions oucerring the affirmative action

plan including the system used for the gati-icring of da a for the purposes of

conducting the utilization analysis and the setting of goals and time 'ables

must b approved by the Governing Board.

Cell 3 -- The Director shall be resp'onsible for developing and implementing

a syste of internal and external co u i_:tions about the program. /she will

organize and monitor a program evalua e: in order to pr-ide the

President, the Governing Board, Federal and State Regulatory Agencies with

requested reports and infortion. Another important activity will be to

coordinate and supervise the efforts of all administrative units in achieving

che goals of the plan. He/she discusses :I h unit admialstrators, the esta-

blishment of reasonable goals and time tables for -heir unit. Identifying

and infor-ing minorities and women about recr_itment sources and about employ-

ment oN.7ortunities at the institution is a prime function of the Director.

The Director receives audit reports from the Equal Opportunity Council

along with reports from the Equal Opportunity Coordinators which enables the

Directo- to evaluJat: _he program.

Cell 5.1 -- The Equal Opport nity Council shall make policy recommendations

to all groups and administration involved in the Affirmative Action Program. It

shall review the action taken related to equal employment opportunity and advise

the Academic Vice Presideat and the President as to receimnendations for remediation

in instances where good faith actions are not apparent. The Council atts on

appeals related to decisions :f the Equal Opportunity Director; decisions of the

Council are appealed through the, P--sident to the Governing Board.

1 7



Cell 3.2 -- The Equal Opportunity Co -dinator shall be responsible for

suprvisJag, the A1iiiraiaLive Action Program in cheir un t data colle- n

and submission of repo equired by tie Equal Opportunity Dire tor.

joint meeting will be held to discuss the approach to

gathering the appropriate data mandated by the federal and state regulatory

agencies. Three subject areas will he discu sed--EE0-6, the -orkforce analysis,

and the ut lization analysis.

Cell 4 1 -- To comply with federal mandates the EEO-6 will be used as a

format and guide to ollect data. The work force array will be shown by salary

ps within each title ca egory. Two major groupings of jobs will be ,considered.

Faculty and other instructional Staff and NonInsitriuetional Positions.

Cell 4.2 -- A workforce analysi is basic to the adequacy of any program,

and forms the foundation from which the university develops its subsequent actions.

The workforce analysis mandated by the EE0-6 will be utilized to categorize data.

Cell 4_.3 -- The format is outlined fOr the utilization availability analysis.

Cell 5 -- Under Public Law 88-352, Title WI of the Civil Rights Act of

1964, as amended by the Equal Employment Opportunity Act of 1972, all institutions

of higher education bath public and private that have 15 or more employees are

required to keep records and to make repo ts biennially to the Equal Employment

Oppor_unity Co- ion as are specified in the regulations of the co- ission.

In the interest of consistency, uniformity, and economy, the EEO-A has

been developed to meet most of the basic compliance reporting needs of various

federal government agencies that have responsibility 'with respect to equal.

employment

for use by

-pportunity. The form (EF0-6) should also serve as a valuable tool

the instktutions in evaluating their own progral for insuring equal

employment opportunity. The filing is not voluntary. The Righer Education

Reporting Ccmnittee administers zhis reporting system,

1 8
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Cell 5 1 -- Categor zing of positi R levels by numbers.

Cell 5.2 -- Compiling of notebook of proof.

Cell 6 -- The Equal Opportunity Director determines and assigns work

activities and data gathering assignments to the Equal Opportunity Staff.

Because of the bulk of information which must be gathered in order to comply

with the requests of the federal and state regulatory agencies, the work load

must be divided in order to obtain maximum utilization of the staff interns

working in the Equal Opportunity Office.

Cell 7 -- In order to be effective and efficient, it will be mandatory

that EO policy statements he disseminated and documented. The neans utilized

snail include the f flowing and shall be audited to be sure they are accurate.

a. A description of the program will be distributed to all university

personnel through the faculty newspaper.

b. Reference to the Equal Opportunity Policy will be incorporated into

all recruitment brochures, bulletins, and other related information

and promotional literature.

Reference to the Equal Opportunity Policy will be made on all purchase

orders, leases, and contracts.

d. Posters setting forth the equal opportunity policy and the name of

the Dqual Opportunity Di- ector with a statement indicating that any

ge eral or individual policies and practices which may be dIscriminatory

should be called to the attention of the Director; such posters will

be on permanent display on bulletin boards in each campus building,

and a record will be kept on the location of each so that posting can

be monitored on a quarterly basis.

e. Reference to the Affirmative Action Program -rill be contained in the

State Classified Handbook and the Academic Faculty and Administrative-

1 9
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essional Staff manual which will be made available to all new

employees.

f. Articles and news releases to public media indicating the equal

opportunity policy and providing progress repor s toward goals will

be prepared every six months. This report will include time tables,

opportunities and outcomes of decisions.

Pro.. gress reports toward achievement of equal opportunity goals will

be made v-,lry six months to the Coverning Board.

h. Each adg rative unit in the University will maintain and make

available to all who request to receive it a copy of the revised

Affi mative Action Program of the University.

i. In-service programs will he establishA annually for all deans,

directors, and department heads to review affirmative action procedures.

. Copies of the university affirmatIve action program will be

ddsseminated to those national offices which cooperate with the

university in the recv men effort.

Cel/ 7.2 -- Coding nnivers'.ty classification to conform, with availability

categories and assigning common numbers so the computer can return utilizati

statistics on which to base goals and time tables.

-- Systems Analyst.

Cell 8.1 -- Analyze specifications for computer program.

Cell 2 -- Content of data files.

cod. 8.3 -- Determine how to organize data i comply with federal and

state recording requirements.

Cell_ 9_ -- Processed Data

Cell 9 1 -- Person el dala base determined.

Cell 10 Prelijiunary Computer Printout Analysis

2 0
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Cell 10.1 -- The analysis of the computer printout data is analyzed by:

a. Equal Opportunity Director

b. Equal Opportunity Staff

c. Systems Analyst

d. Department of Health, Education, and Welfare Staff.

Cell 11 -- Meet ngs to include the following:

a. Equal Opportunity Director

b. Equal Oppo- unity Staff

c. Systems Analyst

d. Department of Health, Education, and Welfare

Cell .11,1 -- Review of all preliminary data.

Cell_l1,2 -- Decide on a formal and consis-Je t analysis procedure by

h to set goals and time tables.

Ce11.113 -- Identify present areas and levels of employment by ethnic

group and by sex.

Cell 11.4 -- For each of the job groups for both faculty and non-instruc-

tional positions, a comparison will be made of the percentage of each minorit

and total women available in the appropriate recruiting area having requisite

skills for the group compared. Whenever the percentage of such persons avail-

able in that job group is less than the percentage available within the

applicable labor area, the affirmative action program must specifically state

under-utilization exists in that group.

Cell_11,5 -- Submission of EEO-6 Reports 'o the Depart ent of Health,

Education, and Welfare

-- Final minority and female u- _izarion analysis received

Cell 12.1 - Discuss and decide on consistent interpretation of data by:

a. Equal Opportunity Director

21
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b. Equal Oppo tunity Staff

c. Systems Analyst

d. Department of Health, Education, and Welfare S aff

Cell 13 -- For each of the job groups for both faculty and non-instructional

positions, a comparison must be made of the percentage of each minority and total

women availahl_ in the appropriate recruiting area that have requisite skills for

the group comp red. Whenever the percentage of such persons available in that

Job group is less than the p- centage available within the applicable labor

area, the affirmative action program must specifically state that under-

lization exists in that group.

In order to determine whether minorities and w- -_en are being under-

utilized in job groups, the contractor will consider the following factors:

a The minority and women population of the labor --ea surrounding

facility.

b. The size of the minority and women unemployment force in the labor

force in the labor area surrounding the facil y.

c. The percentage of the minority and women work force as compared with

the total work force in the immediate labor area.

d. The general availability of minorities and women having requisite

skills in the immediate labor area.

e. The availability of mino ities and women having requisite skills in

an area.in which the contractor can reasonably recruit.

f. The availability of promotable and transferable minorities and women

within the contractor's organization.

g. The existence of training ivstitutions capable of training persons

in the requisite skills.

h. The degree of training which the contractor is reasonably able

undertake as a means of making all job classes available to minorities

and women. 22
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Where under-utiliza ion exists and the increase in the number of persons

in a group necessary to eli inate under-utilization is .5 persons or greater,

each program must contain goals which satisfy each of the following requirements:

Ultimate Goals -- An ultimate goal must be established for each job

group in which under-utilization exists and must be designed to correct

under-utilization by the application _f eve y good faith effort. The ultimate

goal must be stated as (a) a percentage of the total employee in the job

group and must be equal to the percentage of minorities or womer available for

work in other job groups in the applicable labor market and (b) a whole number

representing this total minorities and total women necessary to be employed to

reach full utilization. A single goal for minorities for each job group is

acceptable unless through the univ sity's evaluation it is determined that

one minority is unde -utilized in a substantially disparent manner to other

minority groups in which separate goals and time tables for such minority

groups may be required individually. It may fur her be required where appro-

pri,lte that separate goals be established within the minority group by sex,

or where statistically indicated male or female goals may be set.

Cell I -- By College

Cell 13 2 -- By Department

Cell 13.3 -- By Level of Ass gnment

Cell_14 -- a. The goals and time tables developed by the institution

should b. attainable in terms of the institution analysis of the

deficiencies and the entire affi-matIVe action program Thus in

establishing the size of the goals and the length of the time tables,

the institution should consider the results which could reasonably

be expected from putting forth every good faith effort to make the

overall affirmative acti n program work.
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b. Involve personnel, staff, department, and division heads and local

unit managers in the goal setting process.

c. Goals should be significant, measurable, and attainable.

d. Goals should be specific for planned results, with time tables for

completion.

e. Goals may not be rigid and inflexible quots which must be met,

but must be targets reasonably attainable by means of applying

every good aith effort to make all aspects of the entire affir ative

action pr g-am work.

f. in establishing time tables to meet goals and commitments, the

contractor will consider the anticipated expansion, contractor, and

turnover of anclin the work force.

g. Goals, tine tables, and affirmative action commitments mus- be

designed to correct identifiable deficiencies.

h. Where deficiencies exist and where numbers or percentages are relevant

in developing corrective action, the institution shall establish

and set forth specific goals and time tables separately for-

minorities and women.

Such goals and time tables with supporting data and the aplysis theeeof

should be a part of the institution's written affirative action pro-

gram and shall be maintaIned at each unit by the institution.

Goals and tables should be prepared and sent to:

Cell 14.1 -- Appropriate Federal Agencies

14 2 Responsible University Officials

Cell 14 -- Administrators

4.4 -- Appropriate State Agencies

Cell 14.5 Appropriate Minority and Women's University Organizations.

24
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20

- Because availability of minorities or women is very low and the

project d number of opportunities due to low turnover and lack of expansion for

each year is lim ted annual goals often result in small numbers. For each

faculty and other instructional staff job group in which under-utilization

exists, the university must project rate of hiring and/or promoting minorit -s

and women until und vu _liza i-n is eliminated. These rates will be established

for three-year periods unless special circumstances such as expectancy of high

turnover and significant availability warrent the establishment of shorter t_i

interim goals.

Cell 16 -- Public relations to gain acceptance of findings and remedial

action

Cell 1_6_7_1 -- Ilinority and women's organizations

Cell 16.2 - Deans

-- Department Heads

.Cell 17 -- Dissemination of Information to the University by:

Cell 7 Equal Opportunity Director

Cell 17.2 -- Office of Public Information

Cell 17.3 -- Instructional Faculty, Papers

Cell 17.4 -- Equal Opportunity Dire or's Six Month's Report

Cell 17.5 -- Equal Opportunity Director's Annual Report to the

Governing Board.
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Do umentation of PERT

1. Equal Opportunity Director organizes data gathering units.

2. Meeting with HEW officials to be informed of mandatory data gathering

process.

3. Staff meeting to determine staff assignments.

4. EEO-6.

5. Work force analysis.

6. Utilization availability analysis.

7. Collect EC) policy statements and document.

8. Coding

9. Systems Analyst

10. EO Director

11. Determine program for data processing. Data test base is determined.

12. Test printout run.

13. Printout is critiqued and prog am is finalized.

14. Finalize printout received.

15. HEW (representing OCR, EEOC)

16. OFCC, and DOE 0E0

17. Director and Equal Opportunity Staff decide on consistent guidelines for

data interpretation.

18a. Preparation of goals and time tables

18b. According to guidelines established dissemination to HEW.

19. Planning of Public Relations program to gain acceptance of findings and

remedial action.

20. Public Relations.with minorities' organizations.

21. Public Relations with Deans.

22. Public Relations with Department Heads.
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23. Dissemination of information to university by Equal Oppor unity Director.

24. Dissemination to Offi_e of Public Instruction.

25. Di seminate to university faculty newspaper.

26. Prepare and publish findings in six ith's rep

27. Prepare annual report to Governing Board.

tlY

This paper does not purport to be a definitive study in data gathering

techniques for federal and state regulatory agencies but is a 'systems pproach

for gathering data f_r the purpose of conducting an affirmative action

utilization availability analysis aad a systems approach to setting goals and

time tables at a large unive y. The system is essentially for a la -e

university setting but with certain alterations and modifications could easily

be adapted to other types of educational institutions.

The section dealing with laws and orders germane to equal employment

opportunity offers to the reader a modicum and synthesis of most of the mandates,

execut ve orders, and acts -ilia' offer guidelines and pertinent information to

the lay reade

The 'systems' and the PERT charts are not all encompassing because of

the herculean nature of the processes bu_ the essential details have been

ellaborated upon to enable a further -ore detailed and in-depth study to be
A

made if needed.

It is hoped through the preparation of this paper a basic understanding

of 11- complexities which are involved when gathering data for federal and state

regulatory agencies dealing with affirmative action -All be realized. Perhaps

in the future equal employment opportunities can truly become the "law of the

land not only on paper but will be practical in reality.
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